Introduction
Before the mid1970s, the term 'sexual harassment' was not in common use. In the USA, the civil rights movement of the early 1960s resulted in the implementation of Title VII of the Civil Rights Act of 1964, which outlawed dis crimination related to race, color, religion, national origin or sex. That act also created the US Equal Employment Opportunity Commission (EEOC). Today, sexual harassment is prevalent, not only in the workplace, but in educational institutions as well.
Educational institutions are no longer the ivory towers of the past, but have become arenas for sexual victimization. Sexual harassment surfaced in schools, colleges and universities in the early 1980s, and the frequency of complaints have increased over the years. In addition, until recently, sexual harassment in education has been largely ignored by policy makers, law enforcement officers, and where it has been addressed, the focus has been on peeronpeer sexual harassment (Leach, 2013) . This paper uses a compa rative perspective to examine the nature and extent of sexual harassment in tertiary institutions internationally, effects of sexual harassment, and respon ses to sexual harassment in these institutions. It also makes suggestions to address sexual harassment in tertiary institutions.
Literature review

Definitions of sexual harassment
Like most social constructs, sexual harassment is not easy to define, nor does it involve a homogenous set of behaviors. The interpretation of sexual harassment depends on the context. Globally, sexual harassment provisi ons can be found in criminal codes, labor codes, health and safety legisla tion, antidiscrimination and equal opportunity laws, as well as education and licensing statutes.
1 Some countries, such as the Australia, United States and in the United Kingdom, have legislation/policies that specifically prohibit sexual harassment in education while other countries have sexual harassment legi slation that do not include educational institutions. Generally, international instruments define sexual harassment broadly as a form of violence against women and as discriminatory treatment 2 , while national laws focus more 1 The countries that have sexual harassment provisions in general antidiscrimination laws include Bulgaria and Romania. Countries that prohibit sexual harassment under its sex discrimination law include the United States, United Kingdom, Australia, and Sweden. Some of the countries that address sexual harassment in their labor codes include Spain, New Zealand, Lithuania, and Macedonia. In a few countries, such as Argentina, Israel, and Singapore, sexual harassment is a criminal offense (see UN WOMEN, n.d., Cobb, 2014 ; The Advocates for Human Rights, 2010).
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United Nations General Assembly Resolution 48/104 on the Declaration on the Elimination of Violence Against Women defines violence against women to include sexual harassment, which is prohibited at work, in educational institutions, and elsewhere (Art. 2(b)), and closely on the illegal conduct. As a result, there exists a broad continuum of behaviors that is viewed as sexual harassment so there is no single defini tion of what constitutes prohibited behavior. However, implicit in all of these approaches is the fact that sexual harassment is unwanted sexual behavior and is harmful to the victim.
a) Conceptual definitions
Many scholars have proposed conceptuallybased definitions of sexual harassment. MacKinnon, for example, argued that sexual harassment "refers to the unwanted imposition of sexual requirements in the context of a relati onship of unequal power. Central to the concept is the use of power derived from one social sphere to lever benefits or impose deprivations in another" (MacKinnon, 1979: 245) . Farley asserted that "sexual harassment is ... unsoli cited nonreciprocal male behavior that asserts a woman's sex role over her function as worker" (Farley, 1978: 14) . Similarly, LaFontaine and Tredeau pro posed that sexual harassment can be defined as "any action occurring within the workplace whereby women are treated as objects of the male sexual pre rogative. Furthermore, given that women are invariably oppressed by these actions, all such treatment is seen to constitute harassment, irregardless of whether the victim labels it as problematic" (LaFontaine, Tredeau, 1986: 435) . Till, also, defined sexual harassment in educational institutions as behavior by authority that "the use of authority to emphasize the sexuality or sexual identity of a student in a manner which prevents or impairs that student's full enjoyment of educational benefits, climate or opportunities" (Till, 1980: 7) . encourages development of penal, civil or other administrative sanctions, as well as preventative approaches to eliminate violence against women (Art. 4(df)). The ILO Committee of Experts on the Application of Conventions and Recommendations has confirmed that sexual harassment is a form of sex discrimination covered by the Discrimination (Employment and Occupation) Convention (No. 111) of 1958. The Charter of Fundamental Rights of the European Union specifically enshrines the right to be free from discrimination on the basis of sex, and Article 23 obligates states to ensure equality between men and women in all areas. This principle has been, further, elaborated through several directives dealing with sexual harassment.
b) Behavioral definitions
There exists a broad range of behaviors that may constitute sexual hara ssment. The Working Women United Institute, for example, has suggested that sexual harassment can be defined as repeated or unwanted verbal of physi cal sexual advances, sexually derogatory statements or sexually discrimina tory remarks which are offensive or objectionable. It can include the following: "verbal sexual suggestions or jokes, constant leering or ogling, ‚accidentally' brushing against your body, a ‚friendly' pat, squeeze, pinch or arm around you, catching you alone for a quick kiss, the explicit proposition backed by the threat of losing your job, and forced sexual relations" (The Working Women United Institute, 1978: 1). Other scholars (Betts, Newman, 1982; Fitzgerald, 1990) , have proposed similar behaviors as constituting sexual harassment.
In general, there are three major elements to the behavioral definition of sexual harassment. First of all, the behavior has to be sexual in nature which includes jokes, innuendos, flirting, forced fondling, and attempted or actual rape. In other words, the behavior must have a sexual connotation to it. The second element is that the behavior has to be deliberate and repetitive. However, some firsttime behaviors are so offensive that they can be consi dered deliberate, inappropriate, and sometimes illegal. In most instances, the behavior has to be repetitive before it can be considered sexual harassment. The third element of the behavioral definition is that sexual harassment is unwelcome by the victim. This means that the behavior is unacceptable to the victim. This is determined by the victim's indication that it is unaccep table or the behavior may be so severe that it is automatically considered unwelcome (Webb, 1998) . Gruber (1992) who analyzed court cases, proposed a typology in which he identified eleven specific types of harassment con sisting of four types of verbal requests, three verbal remarks, and four non verbal displays. The verbal requests category includes sexual bribery, sexual advances, relational advances; and subtle pressure/advances. Verbal remarks include personal remarks (for example, offensive and embarrassing comment, jokes, or teasing) directed to a particular woman. Finally, the nonverbal category includes sexual assault, sexual touching, sexual posturing (for example, body language, vulgar gestures), and sexual materials (Gruber, 1992) .
c) Legal definitions
In 1980 the United States Equal Opportunity Commission defined sexual harassment in the workplace as a form of sex discrimination that violates Title VII of the Civil Rights Act of 1964. According to the Equal Employment Opportunity Commission (EEOC), sexual harassment is unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when this behavior explicitly or implicitly affects an individual's employment and interferes with an individual's work performance. It also cre ates an intimidating, hostile, or offensive work environment.
The EEOC's Guidelines define two types of sexual harassment: quid pro quo and hostile environment. According to the Guidelines quid pro quo harassment occurs when submission to, or rejection of such conduct by an indi vidual, is used as the basis for employment decisions affecting an individual. Quid pro quo sexual harassment includes any attempts to extort sexual coo peration by means of threats (either subtle or explicit) of jobrelated consequ ences by someone with authority, usually a supervisor or manager. In cases of quid pro quo sexual harassment, the courts have held that the employer is strictly liable and responsible, even if the employer did not know that the harassment was occurring and even if the company had policy forbidding such behavior. A hostile environment is created when such conduct has the purpose or effect of unreasonably interfering with an individual's work per formance or creating an intimidating or offensive working environment (U.S. Equal Employment Opportunity Commission, 1999).
So, in general, sexual harassment in the United States occurs when: (1) submission to such conduct is made, either explicitly or implicitly, a term or condition of an individual's employment or participation; (2) submission to, or rejection of such conduct, is used as the basis for academic or employment decisions affecting that individual; or (3) such conduct has the purpose or effect of unreasonably interfering with an individual's academic or work per formance or creating an intimidating, hostile or offensive working or educati onal environment.
At the European level, sexual harassment refers to a situation where unwanted verbal, nonverbal or physical conduct of a sexual nature occurs, which violates the dignity of a person and creates an intimidating, hostile, degrading, humiliating or offensive environment ( 
Sexual harassment in tertiary institutions
Legislation/Policies of sexual harassment in tertiary institutions
Internationally, sexual harassment in tertiary institutions was ignored by law makers and others in authority. However, recently some countries are addressing this situation. In 2011, Pakistan, for example, in attempt to stop sexual harassment at education institutions, has decided to institute stiff measures by implementing the Protection against Harassment of Women at Workplace Act 2010 in 128 public sector Higher Educational Institutions (HEIs) across Pakistan. This was to ensure that students attending these institutions are not subjected to intimidating, offensive and hostile behaviors or be coer ced by male lecturers to have sex in exchange for grades. However, by 2013, 80 percent of the universities had not implemented the antisexual hara ssment regulations, so the government threatened to withhold funds from 3 See more about both directives mentioned above in: NumhauserHenning, Laulom, 2012. such universities until they implement the policies (Education Pakistan, 2011). In 2012, France approved legislation that makes sexual harassment a crime and it covers sexual harassment in educational institutions. The violation of the new French law is punishable by up to three years in prison. South Korea is toughening its rules against sexual abuse after several wellpublicized cases of sexual harassment have occurred in universities in Korea (The Star/Asia News Network, 2014). Australia has included schools, colleges and universities in its Sex and Age Discrimination Legislation Amendment Act 2011 (Australian Human Rights Commission, n.d.). In the United States, sexual harassment in education is an unwelcome behavior of a sexual nature that interferes with a student's ability to learn, study, work or participate in school activities. It is a form of discrimination under Title IX of the Education Amendments of 1972 (U.S. Equal Employment Opportunity Commission, 1999).
Nature and extent of sexual harassment in tertiary institutions
In their landmark book The Lecherous Professor, Dziech and Weiner, stated that sexual harassment occurs in institutions of higher learning because: "Uni versity living is male living on male terms, and women discover that one of the easiest ways to violate those terms is to raise troublesome issues that call attention to gender" (Dziech, Weiner, 1990: 151) . Leach (2013) , in a recent study, reported that sexual harassment in edu cation is higher in countries with weak educational systems, low levels of accountability, high levels of poverty, and gender inequality. Also, it is more prevalent in institutions where educators are poorly trained, underpaid, and severely undersourced (Beninger, 2013) . According to Sharma (2013) sexual harassment in education includes: 1) inappropriate sexualized comments or gestures; 2) unwanted physical contact such as touching, pinching or gro ping through to threats of exam failure; or 3) sexual assault and rape. Sexual harassment, could, also include sexual favors in exchange for good grades or preferential treatment in class. The perpetrators can be students, lecturers, teachers or administrative staff. a) Europe Rademakers and associates (2008) found that sexual harassment was common in medical schools in the Netherlands. A study conducted by a Charles University research team reports that over three quarters of Czech university students have, at some point, been the victims of sexual harass ment (Borufka, 2010) . A study found that 50 per cent of students believe sex ual harassment is prevalent on university campuses in the United Kingdom (Haidrani, 2013) . Recently, the National Union of Students (NUS) indicated that sexual harassment and a "lad culture" exists on university campuses in the UK, with more than a third of women reporting being subjected to unwel come advances in the form of touching, including inappropriate groping. The NUS defines the lad culture as consisting of behaviors and attitudes that belit tle, humiliate, joke about or even seem to condone rape and sexual assault (Weale, 2014) .
b) Middle East
Harassment is not only rampant on Egypt's streets but is evident on uni versity campuses (Lynch, 2013) . A recent study conducted by the ‚I Saw Hara ssment' documented cases of sexual harassment occurring on university cam puses in Egypt, such as Cairo University and Assiut University. As a matter of fact, Cairo University has recently established the AntiHarassment and Com bating Violence against Women Unit and is headed by Cairo University Presi dent Gaber Nassarn (MENAFN -Daily News Egypt, 2015). In Lebanon, nearly 18 percent of 221 women surveyed from institutions, such as the American University of Beirut, University Antonine and Beirut Arab University were hara ssed by their professors. Although Tunisia is one of the most liberal Arab sta tes, sexual harassment by professors is commonplace in Tunisia (Lynch, 2013) . In Libya, the prevalence of sexual harassment varies between universities but is common nationwide. It is pervasive on the university campuses in Tripoli, and women -and men -are working against it (Lynch, 2013) . c) Africa Norman, Aikins and Binka (2012) found that in Ghana, both, the traditional and contrapower forms of sexual harassment are prevalent in public univer sities and professional institutions. In Zimbabwe, students are sexually explo ited by lecturers in many of the universities in that country (Dhlomo et al., 2012) . Sexual harassment in these institutions is tolerated because most of the victims engage in transactional sex with male professors because of the eco nomic pressure to afford university fees (Beninger, 2013) . Norman, Aikins, and Binka (2013) reported that women are 61% more likely than men (39%) to be sexual harassed in medical schools in Ghana. Owoaje and OlusolaTaiwo (20092010) found that the majority of female respondents (69.8%) had been sexually harassed by male classmates and lecturers in several tertiary institutions in Nigeria. Of these, 48.2% experien ced physical sexual harassment, while 32.2% had requests to do something sexual in exchange for academic favors. Imonikhe, Idogho, and Aluede (2011), who conducted a study of 200 lecturers and 200 students of tertiary insti tutions in Edo state, reported that the majority of the respondents agreed that sexual harassment is prevalent in these institutions. They also found that "the range of sexual harassment reported by teachers and students in tertiary institution was extensive" (Aluede, 2011: 418) . Likewise, Okeke (2011) found in her study on sexual harassment of women undergraduates in the Anam bra State of Nigeria that 64 percent of the participants had been touched inappropriately by a faculty member, 71 percent had experienced inappro priate gestures directed to them and 80 percent had inappropriate jokes told in front of them. Omonijo and associates (2013) examined the prevalence of sexual harassment on three faithbased private universities in the OgunState, SouthWest Nigeria. Using recorded data, between 2008 and 2012 and results from a questionnaire with female students and members of staff, they found that the majority of female students experienced sexual harassment on cam pus, but many did not report it to the institutions. Taiwo, O. C. Omole, and O. E. Omole (2014) investigated the occurrence of sexual harassment and its psychological implication among students in five higher education Instituti ons in South West, Nigeria. Results from their sample of 2500 students reve aled that 97 percent of the respondents were aware of incidences of sexual harassment and of these 98.8 percent were male lecturers sexually harassing female students. The respondents also reported that poverty (55%), provo cative dressing (20%), and lust from the male lecturers (12%) were the main reasons for sexual harassment in these institutions. Mamaru, Getachew, and Mohammed (2015) conducted a study with 385 female participants from Jimma University in Ethiopia. They found that 78.2 percent of the respondents had experienced physical, 90.4 percent had experienced verbal, and 80 percent had experienced nonverbal form of sexual harassment, respectively. Other studies indicate that sexual hara ssment is common on other university campuses in Ethiopia (see : Shimekaw, Megabiaw, Alamrew, 2013; Tora, 2013) . Female students in Zimbabwe's uni versities report that they are increasingly subjected to sexual harassment by their lecturers (Jamela, 2011) . Other research studies on different educational institutions of higher learning in many African countries revealed that sexual harassment by male faculty, staff, and students included degrading verbal remarks, unwanted touching, and other types of genderbased violence (Ade dokun, 2004 : Abati, 2006 ).
d) Asia and Australia
In Asia, cultural taboos surrounding sexual behaviors make it difficult to obtain evidence of sexual harassment in educational institutions. However, a recent report indicates that South Korea is faced with several sexual hara ssment scandals. A math professor, from Seoul National University, was accu sed of groping several female students. In another scandal, a professor from ChungAng University was suspected of molesting multiple female students and allowed to continue to teach in the institution. Other universities were criticized for accepting resignations from professors, who were accused of sexual harassment, without proper investigations and holding them liable for their wrong doings (The Star/Asia News, 2014). A study in Bangladesh found that 76 per cent of female students of higher education institutions face sexual harassment within or outside campus (The Daily Star, 2012 ). Other rese arch shows that in India, Bangladesh and Nepal teachers are sexually hara ssing and even raping students (Sharma, 2013) .
Sexual harassment of female students has taken place in both the pri vate and public universities in Pakistan. Reports indicate, for example, that at the University of Peshawar senior teachers and heads of various departments were involved in sexual harassment of their female students (Ali, 2011) . There are, also, the allegations that female students and junior female employees were sexually exploited by faculty and administration at the International Isla mic University, Islamabad (Dempsey, 2012) . Recently, a student at the Quaid iAzam University, Islamabad, accused a professor of sexually harassing her when she visited his office for rectifying a mistake he had made in her marks sheet (Junaidi, 2014) .
A recent survey by the National Union of Students has found that one in 10 female students have experienced sexual violence at an Australian uni versity. Of these, more than a third of them reported having been sexually harassed at a university in Australia (Mackintosh, 2011 ). It appears that it is socially acceptable to be disrespectful to females in tertiary institutions discu ssed above.
Effects of sexual harassment
In their study of Jimma University female students in Ethiopia in 2014, Mamaru, Getachew, and Mohammed (2015) found that female students who were physically and nonverbally harassed suffered from psychological dis tress. Julie (2013) reported that sexual harassment has a significant psycholo gical effect on the academic performance of female students. Norman, Aikins, and Binka (2012) , in their study found that sexual harassment negatively affec ted the victim's health. Their respondents suffered psychological trauma, depression, anxiety, and loss of trust. According to Kheswa (2014) , female victims of sexual harassment at universities in Africa suffer from PTSD, neu roticism, and are most likely to contract HIV and other sexually transmitted infections. Victims of sexual harassment may also develop intense anxiety, become melancholic, and exhibit irrational behaviors (Bennett et al., 2007; NolenHoeksema, 2008) . It is, also, not uncommon for the victims of sexual harassment to experience feeling of anger, as anger, sorrow, and embarra ssment (Durmus, 2013) . They also suffer from fear and trauma (Taiwo, O. C. Omole, O. E. Omole, 2014) Sexual harassment can have a devastating impact on the education of the victims of sexual harassment. QuaicoeDuco (2010) has reported that the academic performance of the victims suffers because they find it very difficult to concentrate on their academic pursuits. This has resulted in victims' low participation to avoid unwanted attention from teachers. A study in Kenya shows that the females who experienced sexual harassment developed a careless attitude in class and no longer took their work seriously and became undisciplined (Abuya et al., 2012) . According to Okeke "A persistently hostile learning environment increases students' loss of focus in their study and con tributes to a distaste for learning, which results in less involvement in acade mic and social activities" (Okeke, 2011: 47) .
Reporting of sexual harassment
There is considerable underreporting of sexual harassment in colle ges and universities. The educational institution is an arena characterized by asymmetrical power relations and a gendered hierarchical structure. The imbalance of power between students, especially female students, and male teachers/professors in position of trust and authority contributes to the high rate of underreporting of this phenomenon. Because of this lack of trust, the victims are reluctant to report their victimization (Julie, 2013) .
A survey in South Korean universities found that 65 percent of the victims did not report their victimization mainly because they were afraid of future victimization which could include being blamed for the incident(s), stigma tization or ridicule. In addition, in South Korea, one of the main reasons why the female victims fail to report their victimization is that the universities mandate that the victims submit their names, phone number, and details of the abuse when they file a report. Consequently, many students refrain from reporting their victimization (The Star/Asia News, 2014) .
Some victims are also reluctant to report their abuse because they believe that no action will be taken against the perpetrator if they report inci dents, because many of the perpetrators are not punished, especially in unde veloped countries (Leach, 2013) . In Zimbabwe, most students do not report their victimization because perpetrators are not disciplined for sexual hara ssment (Jamela, 2011) . Many do not report their victimization because some of the male perpetrators blame female students for dressing or behaving pro vocatively (Leach, 2013) . However, a study conducted by Omonijo and asso ciates (2013) found that 85% of the perpetrators who were caught lost their job and the others were suspended.
Addressing sexual harassment in tertiary institutions
Effectiveness of policies
In the United States, colleges and universities have been stiffing their poli cies in light of the fact that three years ago, the U.S. Department of Education stipulated what the institutions' responsibilities are in responding to sexual assa ult and sexual harassment. Under Title IX of the Education Amendments of 1972, the federal law prohibits sex discrimination at institutions that receive federal funds and requires colleges to investigate and resolve reports of sexual miscon duct whether or not the police are involved. Despite these efforts, sexual hara ssment and interactions between professors and students are still prevalent on college and university campuses in the United States (Wilson, 2014) .
The policies that are established by colleges and universities need to be implement in order to be effective. Joubert, van Wyk and Rothmann (2011) found, in their study of higher education institutions in South Africa, that the implementation of the sexual harassment policies in South African universi ties were ineffective, because very few academic staff members received tra ining and any guidance on how the policies should be utilized. Jones, Boo cock, and Sem (2013) conducted a survey to test the accessibility by which a student, who thinks that she was sexually harassed, could access information about policies and support services available to them. The researchers found that the "New Zealand universities provide a poor level of information and support for students who think they may have been subject to sexual hara ssment" (Jones, Boocock, Sem, 2013: 44) . They recommended that universities in New Zealand place greater emphasis on the content and presentation of their policies and service information online so that students can have easy access to this information. They stated that "high visibility and easy accessibi lity should be the guiding principles of information provision for victims but it is also critical to ensure that the process and the bodies or individuals avai lable to assist students are clearly identified" (Jones, Boocock, Sem, 2013: 45) .
Any attempt by colleges and universities to address the issue of sexual harassment must take a holistic approach to the problem. This would require more than a general policy of sexual harassment program, but it would require the efforts and support of the campus administration, faculty, employees, and students and the continual training of all members of the campus community, as well as a procedure that encourage, not merely allows, complaints.
To deal effectively with sexual harassment of students on college campu ses (as well as the sexual harassment of faculty and nonfaculty employees), colleges and universities should have a zerotolerance policy toward sexual harassment. They must establish a clear policy that should include the legal definition of sexual harassment, behaviors that constitute sexual harassment, statement of campus's responsibility in investigating complaints, statement of individual's responsibility for reporting sexual harassment, statement concer ning false complaints, and identification of individual(s) responsible for hearing complaints (Paludi, 1996; Paludi, Barickman, 1998) . The policy statement sho uld be reissued each year by the college president and displayed prominently throughout the campus. In addition, the policy statement must be published in employee, faculty, and student handbooks. Colleges and universities should also conduct training sessions on sexual harassment for faculty, staff, and stu dents. These training sessions should be mandatory and held annually and have the active support and participation of the administration. Effective training programs send a clear message to all individuals that the sexual harassment policy must be taken seriously and that sexual harassment will not be tolerated by the campus administrators. Finally, tertiary institutions should enforce their policies if they are to be effective in eliminating sexual harassment.
Conclusion
Sexual harassment is a recurring phenomenon in tertiary institutions and for many years colleges and universities have been confronted with the pro blem of sexual harassment of students by faculty members. The main reason for the continual perpetuation of sexual harassment is the existence of weak mechanisms and redress in these institutions.
Sexual harassment undermines the integrity of the academic envi ronment. It is a discriminatory practice that needs to be addressed. It is also a problem that is underreported and underresearched. The effects of sexual harassment on the victims are profound. The challenge for all tertiary institu tion is to prevent sexual harassment rather than manage it. These institutions need to carefully define sexual harassment, provide explicit grievance policies, training for students, faculty and staff, create accessible mechanisms to report cases of sexual harassment, and effective respond to incidences of sexual harassment, and punish perpetrators who are guilty of sexual harassment.
